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DEPARTMENT  OF  LABOR 

Employment  and  Training 
Administration 

Apprenticeship  2000,  Focus  Paper 

agency:  Employment  and  Training 

Administration,  Labor. 

action:  Notice;  request  for  comments. 

summary:  The  Department  of  Labor’s 
Employment  and  Training 
Administration  (ETA)  has  completed  the 
first  stage  of  its  review  of  the 
apprenticeship  concept.  This  stage 
involved  a  public  review  of  five  broad 
issues  surrounding  expansion  of  the 
apprenticeship  concept.  This  is  the  first 
in  a  series  of  three  focus  papers 
designed  to  build  on  the  public  response 
and  to  focus  on  more  specific  issues, 
options  and  possible  outcomes.  This 
paper  examines  options  for  program 
models  based  on  a  core  apprenticeship 
definition  and  presents  measures  for 
defining  quality  in  apprenticeship 
programs.  Public  comment  is  invited  on 
the  options  presented  as  well  as  other 
suggested  options. 

date:  Comments  must  be  received  by 
November  14, 1988. 

ADDRESSES:  Comments  may  be  mailed 
to  James  D.  Van  Erden,  Director,  Bureau 
of  Apprenticeship  and  Training, 
Employment  and  Training 
Administration,  200  Constitution 
Avenue  NW.,  Room  N-4649, 

Washington  DC  20210. 

FOR  FURTHER  INFORMATION  CONTACT: 
James  D.  Van  Erden,  Director,  Bureau  of 
Apprenticeship  and  Training,  Office  of 
Job  Training  Programs,  Employment  and 
Training  Administration.  Telephone 
(202)  535-0540  (this  is  not  a  toll-free 
number.) 

Signed  at  Washington,  DC,  this  7th  day  of 
October,  1988. 

Roberts  T.  (ones, 

Assistant  Secretary  of  Labor  for  Employment 
and  Training. 

Apprenticeship  2000 — Focus  Paper  on 
Expansion  and  Quality 

Introduction 

The  ETA’s  Bureau  of  Apprenticeship 
and  Training  has  completed  the  first 
stage  of  its  review  of  the  apprenticeship 
concept.  The  purpose  of  this  review  is  to 
determine  the  role  of  the  apprenticeship 
system  in  meeting  America’s  future 
needs  for  a  skilled  work  force.  The  first 
stage  involved  a  public  dialog  on  five 
broad  issues  surrounding  expansion  of 
the  apprenticeship  concept.  (See  Federal 
Register,  52  FR  45904,  dated  December  2. 
1987.)  During  this  stage  of  the  review  a 
supplementary  short-term  research 


program  was  also  initiated  to  examine 
in  detail  a  series  of  key  questions 
impacting  on  apprenticeship  and  its  role 
in  training  skilled  workers.  (See  Federal 
Register,  53  FR  20386,  dated  June  3, 

1988.) 

The  public  response  to  the  five  broad 
issues  has  been  compiled  and  analyzed. 
The  response  to  the  apprenticeship 
review  has  been  overwhelmingly 
favorable.  There  is  strong,  broad-based 
support  for  the  apprenticeship  concept 
and  for  its  expansion.  (A  summary 
report  of  the  public  comment  was 
published  in  the  Federal  Register,  53  FR 
34250,  dated  September  2, 1988.) 

This  is  the  first  in  a  series  of  focus 
papers.  These  papers  will  build  on  the 
public  response  and  are  designed  to: 

Focus  debate  on  specific  issues  and 
outcomes. 

Examine  the  intial  five  issues  in  more 
detail  and  address  those  raised 
subsequently. 

Examine  options  for  improving  the 
current  apprenticeship  program  and  for 
broadening  the  apprenticeship  concept. 

The  comments  received  in  response  to 
these  focus  papers  will  be  considered 
along  with  the  results  of  the 
Apprenticeship  2000  short-term  research 
projects,  and  will  lead  to  a  set  of 
recommendations  for  change  in  the 
Apprenticeship  system  to  be  published 
in  the  final  Apprenticeship  2000  report 
in  December,  1988. 

Key  Questions 

This  stage  of  the  apprenticeship 
review  is  intended  to  build  on  the 
current  strong  apprenticeship  base. 
While  this  base  provides  a  foundation 
for  expansion  of  apprenticeship,  several 
key  questions  must  be  answered  before 
a  significant  expansion  of  the 
apprenticeship  system  can  begin.  These 
questions  are: 

•  What,  if  any,  modifications  are 
needed  to  the  basic  apprenticeship 
model  to  effectively  expand 
apprenticeship  in  traditional  areas  as 
well  as  in  those  areas  where  the 
traditional  models  may  not  apply? 

•  What  key  elements  need  to  be  built 
into  apprenticeship  to  ensure  that  this 
system  of  training  produces  adaptable, 
skilled  workers  able  to  meet  industries’ 
needs? 

•  How  can  a  broadened  and 
improved  apprenticeship  system  be 
implemented  and  maintained? 

Discussion 

This  paper  will  explore  the  first  key 
question  by  reviewing  the  basic 
apprenticeship  definition  and  by 
examining  options  for  other  program 
structures.  This  paper  will  also  address 
the  second  major  question  by  examining 


how  to  measure  and  assure  quality  in 
apprenticeship  programs.  (The  third 
question  will  be  addressed  in 
subsequent  focus  papers.) 

Question  #1:  How  can  the 
apprenticeship  concept  be  effectively 
broadened  in  traditional  areas  as  well 
as  in  those  areas  where  the  traditional 
models  may  not  apply? 

The  idea  of  expanding  apprenticeship 
has  probably  existed  as  long  as  there 
have  been  apprentices.  In  recent  times, 
it  has  been  raised  in  serveral  reviews  of 
the  Federal/State  apprenticeship  system 
and  was  the  first  issue  raised  as  part  of 
this  initiative.  In  the  past,  this  issue  of 
expansion  has  been  raised  in  the 
context  of  expansion  of  the  current 
system,  rather  than  an  expansion  of  the 
apprenticeship  concept. 

There  seems  to  be  overwhelming 
consensus  that  the  system  works  well 
where  it  is  currently  applied.  Therefore, 
some  type  of  expansion  seems 
intuitively  sound.  However,  the  near 
consensus  for  expansion  becomes  less 
clear  when  the  discussion  shifts  to 
specific  details. 

The  term  “apprenticeship"  clearly  has 
different  meanings  among  various 
groups  and  individuals.  Thus,  support 
for  expansion  tends  to  be  colored  by,  or 
viewed  within,  the  context  of  an 
individual’s  definition  of  apprenticeship. 
For  instance,  at  one  end  of  the  spectrum 
is  a  belief  that  "apprenticeship”  means  a 
system  that  produces  a  multi-skilled 
craft  or  trade  journey  worker,  i.e.  the 
traditional  apprenticeship  model.  Those 
who  hold  this  belief  would  generally 
define  apprenticeship  in  terms  of  the 
longer,  more  traditional,  time-based 
programs  with  expansion  occurring 
within  this  definition.  Within  this 
definition,  only  a  limited  expansion  can 
occur. 

Another  view  is  that  the  term 
"apprenticeship”  can  have  a  very  broad 
meaning  that  is  applicable  not  only  to 
the  traditional  model  but  also  to  more 
narrow,  specialized  occupations  that 
can  be  learned  in  a  relatively  short  time. 
Within  this  definition,  a  very  broad 
expansion  of  apprenticeship  can  occur. 

Recognizing  the  rapidly  changing 
technology  in  the  workplace,  many  have 
said  that  apprenticeship  cannot  be  a 
static  program  with  a  single  outcome  but 
should  build  in  an  element  of  upgrade 
training  so  that  workers  can  adapt 
effectively  to  changing  technology. 
Related  to  the  upgrade  training  is  the 
view  that  the  apprenticeship  concept 
can  be  used  to  provide  career  ladder 
opportunities  for  workers  through 
continuous  training  through  various  skill 
levels. 
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The  divergence  of  views  on 
apprenticeship  is  understandable  given 
the  range  of  interests  represented  by  the 
public  comment.  It  also  reflects  the 
realities  of  the  labor  market  in  which  the 
level  of  skills  required  for  available  jobs 
varies  greatly.  However,  within  this 
diversity,  it  should  be  possible  to  agree 
on  a  core  definition  for  apprenticeship. 
The  way  to  arrive  at  this  core  definition 
may  be  to  step  back  from  current 
perceptions  to  agree  on  a  more 
elementary  definition  of  apprenticeship, 
i.e.  one  that  is  not  predicated  on  any 
existing  program  structure.  Considering 
this,  apprenticeship  is  skill  learning 
through  structured  on-the-job  training 
and  progressive  work  experience 
combined  with  theoretical  instruction. 

This  core  definition  of  apprenticeship 
and  the  training  concept  it  represents, 
theoretically,  may  be  applied  to  any 
occupation  that  is  mastered  through  this 
basic  training  structure.  In  other  words, 
within  this  very  broad  framework,  it 
should  be  possible  to:  (1)  Retain  the 
traditional  apprenticeship  system;  (2) 
provide  for  “career  ladder/upgrade" 
training,  (3)  allow  for  expansion  of  the 
apprenticeship  concept  within  the 
traditional  industries  and  occupations, 
and  (4)  provide  for  expansion  to  areas 
outside  the  current  accepted 
occupational  boundaries. 

Public  comments  is  requested  on  the 
feasibility  of  structuring  program  models 
based  on  a  core  definition  of 
apprenticeship.  Public  comments  is 
further  invited  on  the  options  for 
program  models  presented  below  as 
well  as  other  suggestions  for  program 
models. 

Alternative  Approaches 

In  order  to  see  how  the  core  definition 
of  apprenticeship  might  actually  be 
applied  requires  a  shift  in  focus  from 
principles  to  outcomes.  This  means  a 
recognition  that  the  outcome  of 
apprenticeship,  i.e.  journey  level 
completion  is  not  the  same  for  all.  The 
important  question  becomes  how  to 
build  sufficient  flexibility  into  an 
expanded  apprenticeship  system  so  that 
it  is  responsive  to  employers’  needs  for 
differing  levels  of  skilled  workers  while, 
at  the  same  time,  ensuring  that  the 
traditional  journey  level  status  is 
preserved  and  not  diluted.  Such 
flexibility  is  needed  if  apprenticeship  is 
to  assume  a  major  role  in  preparing 
workers  for  the  available  skilled  jobs  in 
future  years. 

There  are  at  least  several  approaches 
for  accomplishing  this  objective  of 
preserving  the  traditional  apprenticeship 
model  while  building  flexibility  into  an 
expanded  system.  These  approaches  are 
presented  for  public  comment. 


Approach  1.  Separate  Program  Structure 

The  current  apprenticeship  system 
makes  no  real  distinction  among 
apprenticeable  occupations.  Once  an 
occupation  is  determined  to  be 
apprenticeable,  it  is  on  an  equal  footing, 
in  terms  of  recognition,  with  all  other 
occupations.  For  example,  an  apprentice 
paralegal  becomes  a  journey  level  para¬ 
legal  much  as  an  apprentice  carpenter 
becomes  a  journey  level  carpenter. 
However,  in  fact,  the  training  each 
received  and  the  type  of  skills  mastered 
are  very  different. 

An  alternative  to  this  “equal 
outcome”  is  to  create  a  separate 
program  structure  for  all  skill  training 
that  does  not  "fit”  the  traditional 
apprenticeship  model.  The  terms 
“apprenticeship”  and  “journey  level" 
worker  would  be  reserved  for  the 
traditional  craft  programs  involving 
manual  or  a  combination  of  manual  and 
technical  skills. 

A  separate  program  structure  with 
new  terminology  would  be  created  for 
skills  development  where  the  core 
definition  of  apprenticeship  applies  but 
the  training  is  not  in  traditional  crafts. 
Although  there  would  be  a  separate 
program  structure,  there  would  be 
common  features  between  the  skills 
development  training  structure  and  the 
apprenticeship.  These  common  features 
might  include  the  basic  approach  to 
learning,  the  industry-based,  voluntary 
concept,  registration  of  programs,  and 
formal  recognition  of  outcomes. 

With  respect  to  terminology,  instead 
of  calling  the  training  apprenticeship,  it 
might  be  called  “internship"  or 
“technical  training”  or  some  other 
terminology  might  be  used.  At  the 
outcome,  an  individual  would  not  be  a 
journey  level  worker,  but  instead  could 
be  a  “technician”,  or  perhaps  some 
other  designation. 

Public  comment  is  sought  on  whether 
differing  structures  are  a  desirable 
outcome,  and,  if  so,  the  respondent's 
rationale  for  such  recommendation. 

Approach  2.  Program  Levels 

In  addition  to,  or  instead  of, 
establishing  a  separate  program 
structure,  there  could  be  created  within 
the  basic  apprenticeship  structure 
defined  levels  of  skill  attainment  or 
completion.  Each  level  of  completion 
would  be  accorded  speciPic  recognition. 
With  this  approach,  everyone  would  be 
an  apprentice  but  the  outcome  would 
not  be  journey  level  status  for  every 
worker. 

This  kind  of  structure  could  also 
accommodate  a  career  ladder  approach 
to  skill  attainment  and  occupational 
advancement.  With  this  approach,  the 


key  will  be  in  defining  the  levels  of 
attainment.  Possible  criteria  that  might 
be  used  include:  hours  of  instruction, 
length  of  program,  or  skill  level.  The 
type  of  occupation  and  the  industries 
represented  could  also  be  used  as 
factors,  with  distinctions  made  between 
service,  construction,  or  manufacturing 
occupations.  Or,  a  combination  of  these 
factors  or  other  factors  might  be  used. 
There  could  also  be  built  into  this 
program  structure  a  recognition  process 
for  upgrade  training. 

Public  comment  is  sought  on  whether 
variable  program  levels  are  a  desirable 
outcome,  and  if  so,  whether  these  levels 
should  be  a  self-contained  approach  or 
used  in  combination  with  approach  1, 
and,  finally, the  respondent's  rationale 
for  making  such  recommendations. 


A  single  definition  of  apprenticeable 
occupation  and  completion  to  journey 
level  status  would  be  preserved.  The 
current  regulatory  definition  of 
apprenticeship  would  be  modified,  if 
needed,  to  promote  broader  flexibility; 
however,  there  would  be  no  distinction 
between  the  traditional  occupations  and 
the  newer,  expanded  occupations  for 
apprenticeship.  The  basic  recognition 
process  for  apprenticeship  completion, 
the  certificate  of  journey  level  status 
would  also  remain,  with  one  major 
addition.  That  is,  in  addition  to  the 
certificate,  an  individual  on  completion 
would  receive  a  separate  certification  or 
transcript  of  specific  skill  competencies 
achieved  and,  possibly,  course  work 
completions.  This  certification  could  be 
much  like  a  college  transcript  with 
periodic  updates  to  reflect  new  skills 
acquired  and  other  training  received. 
This  approach  would  maintain  the  basic 
apprenticeship  system  while  providing  a 
means  for  recognizing  differences  in 
outcomes  or  achievement,  not  only 
among  apprenticeable  occupations  but 
also  among  individual  apprentices. 

Public  comment  is  sought  on  whether 
certifications  with  periodic  renewal  or 
updating  are  a  desirable  option,  and,  if 
so,  the  respondent’s  rationale  for  such 
recommendation. 

Question  #2.  How  should  the  quality  of 
apprenticeship  programs  be  defined  and 
measured? 

Many  respondents  to  the  original  five 
broad  issues  expresses  a  concern  with 
the  quality  of  programs.  This  concern 
with  quality  is  considered  especially 
significant  because  it  was  raised 
independently — none  of  the  five  issues 
explicitly  solicited  opinions  on  the 
quality  of  apprenticeship  programs. 
Based  on  this  reponse  it  seems  clear  that 
if  the  apprenticeship  system  is  to 


Approach  3.  Worker  Certification 
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continue  its  success  in  producing  skilled 
and  flexible  workers,  programs  must 
continue  to  pay  attention  to  the  quality 
of  their  product. 

A  concern  with  quality  is,  of  course, 
not  unique  to  appreticeship.  The 
Workforce  2000  projections  indicate  that 
skill  requirements  for  all  occupations 
will  rise,  that  a  higher  degree  of  literacy 
will  be  required,  and  that  the  need  for 
flexibility  of  workers  will  increase.  The 
nation’s  education  and  training 
programs  must  all  be  quality  programs  if 
skilled  workers  are  to  be  available  in 
the  number,  and  kind,  required. 

The  existing  federal  regulations  for 
apprenticeship  establish  22  standards 
which  must  be  met  if  a  program  is  to  be 
registered.  Only  some  of  these 
standards  are  related  directly  to  quality. 
Of  these,  many  which  do  address 
quality  do  not  specify  or  suggest  criteria 
to  be  used,  nationally.  Quality  reviews 
are  performed  annually  by  Bureau  of 
Apprenticeship  and  Training  (BAT)  or 
State  Apprenticeship  Council  (SAC) 
staff  for  a  portion  of  apprenticeship 
programs.  There  is  no  consistency 
between  BAT  and  the  different  SACs  on 
what  to  look  for  in  these  reviews  or  on 
what  constitutes  a  quality  program. 

To  assure  that  high  quality  training 
and  instruction  is  achieved  the  factors 
that  determine  quality  must  be  defined 
and  applied  uniformly.  The  focus  of  this 
discussion  is  to  identify  these  factors 
and  determine  how  they  can  be  assured. 
This  discussion  assumes  continuation  of 
the  concept  of  a  voluntary,  industry 
program,  with  a  government  rolt  in 
technical  assistance  and  monitoring. 

The  roles  of  the  different  actors, 
including  their  responsibilities  for 
quality,  will  be  the  subject  of  a  later 
paper. 

Public  comment  is  sought  on  whether 
there  can  or  should  be  a  standard 
definition  of  quality  for  all  programs — 
the  established  programs  as  well  as  new 
or  expanded  programs. 

As  a  first  step  in  examining  quality  in 
apprenticeship  programs,  it  seems  clear 
that  quality  can  be  measured  on  two 
distinctly  different  levels — process  and 
outcome.  For  this  discussion,  process  is 
defined  to  mean  both  program 
development  (curriculum  and  work 
processes)  and  on-going  training  (on  and 
off  the  job).  Outcome  is  the  result  of  the 
training,  i.e.  the  success  of  the  program 
in  producing  skilled  workers.  While 
recognizing  that  these  levels  are 
interrelated,  we  will  focus  this  review 
on  how  quality  measures  can  be 
determined  at  both  of  these  levels. 

Process 

As  indicated,  process  measures  for 
quality  apprenticeship  programs  include 


measures  for  both  the  program 
development  and  the  training  that 
follows.  Both  aspects  are  equally 
important  and  they  cannot  be 
considered  independently  of  each  other. 

With  respect  to  program  development, 
several  elements  are  evident: 

•  Curriculum 

Curricula  for  the  same  or  similar 
occupations  now  vary  widely  among 
individual  programs.  Are  standard 
curricula  required  to  produce  consistent, 
high  quality  instruction  nationwide? 
Should  the  structure  and  length  of 
related  instruction  vary  for  occupations 
in  labor  intensive  and  knowledge 
intensive  industries? 

•  Work  Processes 

The  current  federal  regulations 
require,  as  a  condition  for  program 
registration/approval,  that  the  program 
standards  contain  an  outline  of  work 
processes  in  which  the  apprentice  will 
receive  supervised  work  experience  and 
training  on  the  job,  and  the  allocation  of 
the  approximate  time  to  be  spent  in  each 
major  process.  Should  program 
standards  for  work  processes  be  more 
specific?  For  instance,  should  they 
include  skill  competencies  which  must 
be  mastered  at  each  level  before  moving 
to  the  next?  Further,  should  there  be 
provision  for  testing  to  ensure  that  these 
skills  have,  in  fact,  been  mastered?  To 
what  degree  should  there  be 
standardization  of  skill  competency 
levels  within  occupations? 

•  Periodic  assessment 

Rapidly  changing  technology  in  the 
work  place  dictates  a  periodic 
assessment  of  the  adequacy  of  curricula. 
Should  there  be  requirements  for  such 
periodic  assessment  built  into  the 
program  standards?  If  so,  should  these 
requirements  be  uniform  or  should  they 
be  left  to  the  program  sponsor  to  decide? 

With  Respect  to  Training  Apprentices: 

The  process  of  training  apprentices 
also  has  a  direct  bearing  on  quality.  This 
training  occurs  both  on  and  off  the  work 
site.  From  this  perspective,  at  least 
several  factors  take  on  significance  as 
determinants  of  quality.  How  important 
are  these  factors  in  developing  skilled, 
flexible  apprentices?  And  how  might 
such  factors  be  assured? 

•  Selection  of  apprentices 

A  training  program  begins  with  the 
selection  of  the  individuals  to  be 
trained.  The  selection  process  normally 
includes  an  assessment  of  an 
individual’s  basic  aptitude  for  the  work 
as  well  as  his  or  her  current  level  of 
skills  and  knowledge.  This  process 
provides  the  foundation  for  successful 
training  completion.  Is  is  appropriate  to. 
include  the  selection  process  as  a 


measure  of  a  quality  program?  If  so.  how 
could  this  measure  be  defined  while 
taking  into  account  affirmative  action 
goals? 

•  Ratio  of  apprentices  to  journey  level 
workers 

Currently,  federal  regulations  require 
provision  for  a  specific  on-the-job  ratio 
of  journey  level  workers  to  apprentice. 
The  purpose  for  the  ratio  is  to  ensure 
proper  supervision,  training,  safety  and 
continuity  of  employment.  The  question, 
here,  is  whether  the  ratio  of  journey 
level  workers  to  apprentices  is  effective 
as  a  measure  of  program  quality?  Are 
there  other  measures  or  processes  which 
would  better  assure  safety  and  training 
goals  are  achieved? 

•  Qualifications  of  instructors 

Currently,  the  regulations  governing 

program  standards  require  only 
assurance  of  qualified  training 
personnel.  “Assurance”  and  “qualified" 
are  not  defined.  Thus,  there  are  no 
national  requirements  for  sponsors  to 
provide  instructor  training  for  journey 
level  workers  who  are  providing  OJT  or 
related  instruction.  Nor  are  there 
specific  criteria  for  selecting  journey 
level  workers  as  training  instructors 
both  on  and  off  the  work  site. 
Accordingly,  the  qualifications  of 
instructors  vary  widely  and  instructors 
may  not  themselves  have  had  proper 
instructor  training.  Would  the  quality  of 
apprenticeship  programs  be  enhanced  if 
all  apprentice  instructors  received 
formal  training  in  effective  methods  of 
teaching?  Should  there  be  separate 
standards  for  educators  who  provide  the 
related  instruction  or  are  current  teacher 
certification  requirements  sufficient? 
Further,  should  there  be  minimum 
standards  for  selection  of  related 
training  instructors,  for  on-the-job 
instructors,  for  both? 

•  Recordkeeping 

Records  on  apprentices  are 

maintained  by  program  sponsors  and 
are  used  to  track  the  progress  of  an 
apprentice.  The  accuracy  and  currency 
of  these  records  may  vary.  Is  it 
important  to  prescribe  a  minimum  level 
of  recordkeeping?  If  so,  what  should  that 
minimum  level  be? 

•  Others 

There  are  undoubtedly  other  factors 
which  are  important  in  measuring  the 
quality  of  training  that  apprentices 
receive.  What  are  these  other  factors 
and  how  might  they  be  defined  and 
measured? 

Public  comment  is  invited  on  whether 
each  of  the  above  factors  are  important 
measures  of  quality,  how  these 
measures  might  be  defined  and  utilized. 
Suggestions  for  other  “process” 
measures  are  also  invited. 
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Outcomes.  Ultimately,  the  quality  of 
apprenticeship  programs  is  measured  by 
the  ability  of  its  products — the  output  of 
workers  in  training  and  that  of  journey 
level  workers.  Viewed  from  this 
perspective,  are  the  following  factors 
critical  in  defining  quality  and  how  can 
their  inclusion  be  assured? 

•  Skills  competency 
Currently,  for  most  programs, 

certification  of  completion  means  that 
the  apprentice  has  substantially  met  the 
terms  and  conditions  of  the 
apprenticeship  agreement.  There  is  no 
recognition  of  the  specific  skill  level 
attained  by  the  graduate,  nor  is  there  a 
transcript  which  indicates  the  content  of 
the  training  and  instruction  received. 

And,  most  apprenticeship  programs  do 
not  require  occupational  performance 
tests  before  certification  of  completion. 
Would  required  competency  tests  or  the 
issuance  of  transcripts  contribute  to 
quality  in  apprenticeship?  Should  all  or 
only  some  of  the  programs  have  this?  If 
some,  what  criteria  would  be  used? 

•  Completion  rates 

The  percentage  of  apprentices  who 
ultimately  complete  their  programs 
varies  by  multiple  factors,  such  as  trade 
or  occuption,  the  industry,  economic 
conditions  and  the  quality  of  the 
programs.  Given  all  these  variables,  can 
a  program’s  record  in  completing 
apprentices  be  used  as  an  indicator  of 
its  quality?  If  so,  what,  if  any, 
consideration  should  be  given  with 
respect  to: 

— The  length  of  time  a  program  has  been 
in  operation, 

— The  impact  of  business,  seasonal,  or 
cyclical  factors  on  program 
operations, 

— The  definition  of  completion,  i.e.  at 
what  point  should  an  individual  no 
longer  be  considered  an  active 
apprentice? 

— Transfers  of  apprentices  from  one 
program  to  another. 

Public  comment  is  invited  on  whether 
requirements  for  skill  competency  and 
completion  rate  measures  are 
appropriate  measures  of  successful 
program  outcome  and,  if  so,  how  these 
measures  should  be  crafted.  Public 
comment  is  also  invited  on  other 
outcome  measures  that  might  be 
adopted. 

Quality  Assurance.  It  seems  clear  that 
in  addition  to  defining  the  measures  for 
quality,  there  must  be  mechanisms  in 
place  to  ensure  a  program  complies  with 
the  measures. 

At  the  front  end,  or  the  program 
development  stage,  the  quality  measures 
can  be  requirements  for  program 
registration  procedures.  This  leads  to 
three  key  questions: 


— Should  these  standards  be  applied 
retroactively  to  existing  registered 
programs? 

— If  substantial  changes  are  made  to  a 
program  following  registration,  should 
the  program  sponsor  be  required  to 
initiate  a  new  program  registration?  If 
so,  how  would  “substantial  changes" 
be  defined? 

— If  a  program  is  denied  registration  for 
failure  to  meet  quality  standards, 
should  there  be  rights  of  appeal? 

What  is  the  appropriate  appeal 
authority  in  BAT  and  in  SAC  States? 
There  are  at  least  several  options  for 
measuring  quality  on  an  on-going  basis: 
— Periodic  compliance  reviews  for 
quality 

— Periodic  program  reports  by  program 
sponsors 

— Periodic  recertification  of  programs 
These  approaches  could  be  used 
singly  or  in  combination.  Once  the 
mechanisms  for  measuring  on-going 
quality  are  determined: 

— What  are  the  consequences  if  a 
program  is  found  deficient?  Assuming 
allowance  of  time  for  corrective 
action,  are  there  or  should  there  be 
any  alternatives  to  program 
deregistration? 

— Should  there  be  appeal  rights  from  a 
finding  of  deficiency  or  a  decision  to 
deregister  a  program? 

Public  comment  is  requested  on  each 
of  the  specific  questions  asked  as  well 
as  suggestions  for  defining  "periodic”  as 
used  above. 

Summary  of  Public  Comment  Requested 

ETA  is  requesting  comment  on  a 
number  of  specific  questions  and  areas 
related  to  apprenticeship  models  and  to 
defining  and  measuring  quality  in 
apprenticeship  programs.  For  ease  in 
responding,  a  summary  is  provided 
below.  Respondents  are  asked  to  follow 
the  format  in  preparing  responses.  This 
will  facilitate  the  review  and  analysis  of 
the  replies  received. 

Question  #1:  How  can  the 
apprenticeship  concept  be  effectively 
broadened  in  traditional  areas  as  well 
as  in  those  areas  where  the  traditional 
models  may  not  apply? 

A.  Core  definition  of  apprenticeship — 
Public  comment  is  invited  on  the 
feasibility  of  structuring  program  models 
based  on  a  core  definition  of 
apprenticeship. 

B.  Alternative  approaches  for 
recognizing  outcomes — Public  comment 
is  invited  on  several  approaches  (i.e. 
program  models)  for  recognizing  the 
varying  outcomes  or  levels  of 
achievement  from  completion  of  an 
apprenticeship  program. 

1.  Approach  1.  Separate  program 
structure.  This  approach  would  preserve 


the  traditional  apprenticeship  model  and 
create  a  separate  program  structure  for 
skills  development  where  the  core 
definition  of  apprenticeship  applies  but 
the  training  is  not  in  the  traditional 
crafts  or  does  not  follow  the  traditional 
model. 

2.  Approach  2.  Program  levels.  In 
addition  to,  or  instead  of,  establishing  a 
separate  program  structure,  there  could 
be  created  within  the  basic 
apprenticeship  structure  defined  levels 
of  skill  attainment.  Each  level  of 
completion  would  be  accorded  specific 
recognition. 

3.  Approach  3.  Worker  certification. 
The  present  structure  would  be 
continued  with  one  addition.  Upon 
completion  to  journey  level  status,  an 
individual  would  receive,  in  addition  to 
a  certificate,  a  transcript  of  specific  skill 
competencies  achieved  and,  possible, 
course  work  completions. 

Question  #2:  How  should  the  quality 
of  apprenticeship  programs  be  defined 
and  measured? 

A.  Standard  definitions  of  quality. 
Public  comment  is  sought  on  whether 
there  can  or  should  be  a  standard 
definition  of  quality  for  all  programs. 

B.  Process  measures.  Public  comment 
is  invited  on  a  number  of  possible 
"process”  measures  for  quality  in 
apprenticeship  programs.  Process  is 
defined  to  mean  both  program 
development  and  the  training  that 
follows. 

1.  With  respect  to  program 
development,  public  comment  is 
requested  on: 

a.  Curriculum — Are  standard  curricula 
required  to  produce  consistent,  high 
quality  instruction  nationwide?  Should 
the  structure  and  length  of  related 
instruction  vary  for  occupations  in  labor 
intensive  and  knowledge  intensive 
industries? 

b.  Work  Processes — Should  program 
standards  for  work  processes  be  more 
specific?  For  instance,  should  they 
include  skill  competencies  which  must 
be  mastered  at  each  level  before  moving 
to  the  next?  Further,  should  there  be 
provisions  for  testing  to  ensure  that 
these  skills  have,  in  fact,  been  mastered? 
To  what  degree  should  there  be 
standardization  of  skill  competency 
levels  within  occupations? 

C.  Periodic  Assessment — Should  there 
be  requirements  for  period  assessment 
built  into  program  standards?  If  so, 
should  these  requirements  be  uniform  or 
should  they  be  left  to  the  program 
sponsor  to  decide? 

2.  With  respect  to  training 
apprentices,  public  comment  is 
requested  on: 


40330 


Federal  Register  /  Vol.  53,  No.  199  /  Friday,  October  14,  1988  /  Notice 


a.  Selection  of  Apprentices — Is  it 
appropriate  to  include  the  selection 
process  as  a  measure  of  a  quality 
program?  If  so,  how  could  this  measure 
be  defined  while  taking  into  account 
affirmative  action  goals? 

b.  Ratio  of  Apprentices  to  Journey 
Level  Workers — Is  this  an  effective 
measure  of  program  quality?  Are  there 
other  measures  or  processes  which 
would  better  assure  safety  and  training 
goals  are  achieved? 

c.  Qualifications  of  Instructors — 
Would  the  quality  of  apprenticeship 
programs  be  enhanced  if  all  the 
apprentice  instructors  received  formal 
training  in  effective  methods  of 
teaching?  Should  there  be  separate 
standards  for  educators  who  provide  the 
related  instruction  or  are  current  teacher 
certification  requirements  sufficient? 
Further,  should  there  be  minimum 
standards  for  selection  of  related 


training  instructors,  for  on-the-job 
instructors,  for  both? 

d.  Recordkeeping — Is  it  important  to 
prescribe  a  minimum  level  of  record 
keeping?  If  so,  what  should  that 
minimum  level  be? 

c.  Outcome  measures.  Public  comment 
is  invited  on  possible  outcome  or 
success  measures  for  apprenticeship 
programs. 

1.  Skills  Competency — Would 
required  competency  tests  or  the 
issuance  of  transcripts  contribute  to 
quality  in  apprenticeship? 

2.  Completion  Rates — Given  all  the 
variables  that  affect  completion,  can  a 
program's  record  in  completing 
apprentices  be  used  as  an  indicator  of 
its  quality?  If  so,  how  would  all  the 
variables  be  addressed? 

D.  Quality  assurance.  Public  comment 
is  requested  on  questions  relating  to  the 
mechanisms  for  ensuring  quality  and  the 


possible  consequences  for  programs 
which  fail  to  meet  quality  standards. 

1.  With  respect  to  program 
registration,  should  standards  be 
applied  to  existing  programs?  Should 
sponsors  be  required  to  initiate  a  new 
registration  where  programs  are 
substantially  changed?  Should  there  be 
appeal  rights  if  program  registration  is 
denied  because  of  failure  to  meet  quality 
standards? 

2.  With  respect  to  on-going  oversight, 
public  comment  is  invited  as  to  whether 
there  should  be  periodic  compliance 
reviews,  periodic  program  reports  by  the 
program  sponsor  and/or  periodic 
recertification  of  programs.  If  a  program 
fails  to  maintain  quality,  what 
alternatives  are  available  and  should 
any  decision  be  appealable? 
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